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ABSTRACT 
 
Attempts to reform the public institutions from non-performing to performing status must also prioritized 
organisational culture. Previous efforts have focused mostly on structural, technological, human resources 
needs and few others to foster change in the public institution. However, these focus has not yielded the 
expected results especially in the context of Ghana. Plethora of research continually establishes organisational 
culture as a powerful tool to erupt tremendous positive reforms in the public sector primarily in enhancing 
performance. This current study attempts to review Hofstede’s Culture model dimension of Power Distance. 
Based on the reviews of literature the emphasis by institutions on extremity of the power distance (high and 
low power distance) may have an implication on organisations regarding communication, control, 
performance, innovativeness, authority and power distribution. However, the discussions proposed that public 
institutions should moderate the high power distance in the Ghanaian context in order to overcome this gaps 
which serves as threat to the effectiveness and efficiencies of the public institutions. 
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INTRODUCTION 
Organisational culture is an essential tool for the 
progress and development of any institution.  
Cameron and Ettington (1988) posited that 
organisational culture has been linked to the long 
term financial success and improved 
effectiveness of organizations. Culture can be 
regarded as one of the elements that an 
organisation can build its competitive advantage 
around, and which competitors may have 
difficulty to surmount. (Zakari, Poku Owusu-
Ansah (2013). 
Every institution has a peculiar and almost 
unique culture that its employees and employers 
identify with. According to Tripathi & Reddy 
(2008) every organization has its own unique 
culture which is known as organization culture  
 
 
or its sister term corporate culture which makes 
it distinguished from the other organizations. 
According to Cameron and Quinn (2006) each 
culture enjoys a unique language, symbols, rules, 
regulations and feelings that are different from 
that of other cultures. Gupta, Chuabey & Maithel 
(2012) asserts that management would like its 
employees to identify with the values, norms and 
artefacts of the organization.  
The sustainability and progress of an 
organisation is also dependent on the 
organisational culture the firm or institution 
identifies with. The tremendous achievement 
and development of international, multinational 
firms and corporation can be attributed to its 
existing strong culture. Gupta, Chuabey & 
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Maithel (2012) speculated that sustained 
superior performance of firms like IBM, 
Hewlett-Packard, Procter & Gamble, and 
McDonald's may be, at least partly, a reflection 
of their organizational cultures.  A strong and 
distinctive organizational culture is regarded as 
among the key components leading to a 
successful company (Trice and Beyer, 1993).In 
contrast, organisation that has failed early in its 
life cycle can be attributed to its weak culture 
although other factors may hold. In other words, 
an organisation with cultures that support its 
goals, strategies and objectives has a greater 
potential for development in contrast to 
organisations with culture that does not support 
or limitedly support its goals and objectives. 
Kotter and Heskett (1992) in their effort to 
provide empirical and more systematic evidence 
on performance differences had financial 
analysts identify the firms they considered most 
successful and then describe the key factors 
discriminating these firms from those that were 
less successful. Seventy four analyst out of total 
number of seventy five concluded that 
organisational culture was a key factor. 
 The usefulness and essence of an organisational 
culture as building block for organisational 
development has attracted plethora of research. 
Organisational goals can be achievable when 
individual thoughts, values and beliefs are linked 
with that of the organisation. Abbet, Coldham 
and Whisnant (2010) proposes that relevance of 
understanding organisational culture is 
demonstrated through the congruence hypothesis, 
which states that individuals are more effective 
when their personal competencies align with the 
cultures of the organizations in which they work. 
This gives credence to the essence of 
investigating and adopting supporting and 
favorable culture in institutions or firms. 
Organisational culture serves as a bedrock for 
driving institutional goals and objectives. 
Hofstede (1997) posited that culture influence 
how people behave and think and it is relevant 
therefore to understand culture within an 
organisational context. Ghana with a status of a 
developing country has public institutions which 
are often described as lagging behind 
performance in terms of capacity to achieve the 
major objective of serving the public needs. The 
activities of public sector are often described as 
lacking its central goal of satisfying public needs 
and are considered less efficient. The public 
sector faces enormous challenges in its effort 
and drive towards progress and development due 
to its less supporting culture. The failure of past 
reform efforts has led to a number of studies 
arguing that engagement with public-sector 
reforms in isolation from the broader civil 
service culture would have only limited effect, 
and stressing the need for understanding the 
context as it affects the enabling environment for 
capacity development (DAC Network on 
Governance, 2006). In Ghana, anecdotal 
evidence suggest that most public sector 
employees develops a person centered culture 
where individual goals and personal desires and 
gratification are highly prioritized than the 
institutional goals and objectives. Most public 
institutions defined within the bracket of poor 
performing institutions are credited with the 
problem of weak organisational culture 
reflecting in the less supporting behavior and 
attitude of its employees. Owusu (2006) 
suggested that public-sector reforms in Africa 
must also include deliberate strategies to change 
organisational cultures in addition to addressing 
initial causes of problems that are unrelated to its 
organizational culture. 
The dependence  or reliance on organisational 
culture as a drive to foster progress or 
development as most literatures suggests  in the 
public sector create a necessitation for public 
sector anywhere to emulate and implements its 
own national or local culture elements in its 
models that can foster its development. In other 
words, adopting a foreign cultural model as a 
yardstick for public organisation everywhere 
may be problematic since institutions may have 
diverse culture determined by array of local, 
national and international experiences. Similar 
assertions were pointed out by Fouriee and 
Poggyenpoel (2017) regarding why public sector 
reformation mission in African countries has 
experienced little or slow progress.  According 
to him, such occurrences is as a result of the 
developing world’s attempt to implement 
developed world reform models. Van de Walle 
2008 also affirmed that what may work in one 
country may not work in another because 
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cultural environment differs.  Attempts by most 
institutions to find befitting cultures remains a 
difficult task due to existence of dominant 
colonized and western cultures defined and 
already emulated in the public institutions. 
Therefore, it is imperative organisational culture 
of the public institutions should linked to the 
local or national cultural background rather than 
wholly importing cultures measured as primary 
to organisation success in other different 
jurisdictional public institutions settings. 
Based on this background and the established 
essence of studying organisational culture, this 
research attempts to delineate the concept of 
organisational culture. Again, it would focus on 
reviewing related studies that establish a 
relationship between organisational culture and 
performance in varying contexts. The rest of the 
article will examine Hofstede culture model with 
complete emphasis on power distance culture 
dimension. This section makes a case in 
deciphering the power distance as a device to 
erupt reforms in the public sector or improve 
performance in the public sector. The last 
section presents a discussion and 
recommendations for designing public-sector 
reform strategies based on reforming the power 
distance dimension. 
This study is significant for further and future 
research on identifying and establishing 
organisational culture in the public sector in 
Ghana. Furthermore, it will aid in establishing 
local organisational culture standards and 
specification that can serve as a driving force for 
an organisational development other than wholly 
adopting other distinct culture standards and 
elements which are none or less representative of 
our local public sector context. 
 
Organisational Culture 
The concept of organisational culture has been 
defined in diverse ways. However, it appears the 
exhaustive definitions from proponents emanates 
and conclude from similar perspective on the 
scope of the concept. However, the components 
of the various definitions by proponents’ results 
in different models proposed for studying or 
assessing the organisational culture of an entity. 
Schein (2004) one of the earliest proponent on 
the subject matter defines organisational culture 
as a pattern of shared basic assumptions that was 
learned by a group as it solved its problems of 
external adaptation and internal integration, 
which has worked well enough to be considered 
valid and, therefore, to be taught to new 
members as the correct way they perceive, think, 
and feel in relation to those problems. 
 
Relationship between Organisational 
Culture and Performance 
 
The implications and relevance of the 
organizational culture for institutions and 
organizations continue to attract researches with 
varied focus and attention. Predominant among 
these focus areas is the link between 
organisational culture and performance 
involving plethora of research with conclusive 
findings.   
Gupta, Chuabey & Maithel et al (2012) explored 
relationship between organization culture and 
job performance. The hypothesis that impact of 
organizational cultural factor does not differ 
significantly across organisation outcome as 
perceived by organisation were not supported. 
The implication of the study was that appropriate 
organizational cultural variable should be 
promoted in the organization to enhance the 
employee’s productivity and in turn improving 
organisational performance. 
 Similarly Uddin, Luva and Hossian (2012) 
explored the impact of organizational culture on 
employee performance and productivity from the 
perspectives of multinational companies 
operating in the setting of Bangladesh in South 
Asia. The paper argued that organizational 
culture significantly influences employee 
performance and productivity in the dynamic 
emerging context. 
In other perspective, Magee (2002) argued that 
organizational culture is inherently connected to 
organizational practices; therefore organizational 
performance is conditional on organizational 
culture.  Devanadhen and Sofi (2015) study 
revealed that organizational culture affects 
organizational performance directly and 
significantly in certain cultural dimensions such 
as bureaucratic, community, competitive and 
innovative. Zakari,  Poku and Owusu-Ansah 
(2013) in their works discovered that 
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organisational culture was positively related to 
organisational performance in the  of banking 
sector in Ghana, with most of the culture 
variables showing strong to moderate positive 
relationship with the organisational performance 
items.  
Again, Bekoe (2013) study conducted on Ghana 
Education Service in Accra investigated whether 
the organization's culture had any relationship 
with the performance. The findings of the study 
were that the existing culture does not mirror the 
preferred culture; it was also established that the 
organization's culture and performance have a 
mutually reciprocating relationship.  
 
ORGANISATIONAL CULTURAL MODEL 
 
Deciphering Hofstede Cultural Model – 
Power Distance  
 
High and Low Power Distance: This refers to the 
degree at which the less influential (subordinates, 
employees) members of an organisation within a 
country imagine and always feel liable when 
things go wrong; superiors overtly showing their 
ranks; the relationship between  acknowledge 
that power is distributed unevenly (Hofstede, 
1991). Power is unstable and it tends to change 
where people are - for instance a man is 
expected to be a superior at work place and also 
a father in a family unit (Hofstede, 2001).  
Typically, there are characteristics of high power 
distance culture that distinguish it from a low 
power distance culture. The relationship pattern 
between employers, top management or top 
hierarchical employees and subordinates or 
employees or low level employees’ members is 
not moderately close in a high power distance 
culture which creates common divisions. In a 
low power distance culture, responsibility is 
often shared between managers and employees, 
and employees can be entrusted with special 
tasks which are far-fetched in a high power 
distance culture. Managers or individuals in high 
positions tends to exhibit high regard and 
relatively high trust for low level employees or 
subordinates.  
Kathri (2009) investigation on power distance 
orientation and its impact on a variety of 
organisational behaviours discovered the 
following  
1. “There will be less employee 
participation in a high-power distance 
organisation than in a low power distance 
organisation from unwillingness to 
participate in decision.  
2. Jobs are narrowly and tightly specified, 
giving employees little discretion. 
3. Communication takes place vertically 
downwards; informal and horizontal 
communication is quite limited. 
4.  Power distance gives senior managers 
unlimited power and control over 
subordinates. 
5.  Older and senior employees get respect 
from junior employees because of their 
age and long tenure in the organisation.  
6. Top managers have not to justify or 
defend their decisions to lower level 
employees or to the larger organisation 
which can results in an unethical 
behavior.  
7. Managers in a high-power distance 
organisation tend to meddle and even 
minor decisions go to the top. Thus, 
higher level managers are inundated with 
routine decisions. 
Alajmi (2011) study results have shown that 
high power distance has an effect on control in 
terms of delivering services quality regulated by 
centralized performance control through 
performance gap. This means that the increase in 
power distance leads to an increase in 
centralized performance control in an association 
with performance gap. As part of the research 
objectives, it was discovered that high power 
distance has an effect on information flow in 
terms of hierarchical information gathering and 
sharing through high information gap as a partial 
mediator.  
In a culture where power distance is low the 
organizations are less hierarchical, the 
employees are given free choice, and they have 
more autonomy as compared to high power 
distance culture, and they are pleased when their 
Volume 9 | Issue 1 | January-December-2018 [(9)1: 010-016] | http://onlinejournal.org.uk/index.php/BJIR/index  
preferences are fulfilled from the organization 
(Lee & Antonakis, 2012). Peterson et al. (1995) 
found that employees in high power distance 
culture are “context-sensitive” and they are 
found as more loyal to authority, also they are 
not too much jealous about value choices. 
The overwhelming cling to the cultural 
normative standards in a local, national and 
institutional jurisdictions is also demonstrated in 
some researches. Gul et al (2018) study 
hypothesized that power distance moderates the 
relationship between person environment fit and 
job satisfaction. Contrary to expectation, power 
distance does not moderate the hypothesized 
relationship. Further, the study found that 
individual's satisfaction from high power 
distance culture depends on their cultural norms 
because they give more preference to cultural 
norms than their own needs and demands. 
Brenyah and Oboubisa Darko (2017) study 
revealed that power culture has a significant, but 
negative relationship with employee engagement. 
However, the research pointed out some 
implications of their works for authorities of 
public organizations in Ghana. Organisational 
culture should be prioritized when designing 
policy framework since it has a high tendency to 
engage employees at work. Power culture should 
be designed to reflect both top down interaction 
other than traditionally centralizing authority in 
the leaders since it has significant and negative 
effect on employee engagement. In order for 
culture to be appreciated by employees resulting 
in their maximum commitment and retention 
authorities and policy makers should develop 
cultures that are consistent with employees’ 
interest.   
 
RESULTS AND DISCUSSION 
Plethora of research continually establish the 
necessity of organisational culture as a bedrock 
for the performance, progress and advancement 
of any institution. Attempts to reform the public 
institutions to perform effectively and efficiently 
in Ghana has mainly focus on structural changes 
with limited emphasis on reforming or 
enhancing the existing organisational culture. It 
is however essential to establish that the drivers 
needed for public service reformation may range 
from varied perspective including economic, 
technological and resources needs (human 
resources, materials ) and not limited to these 
perspectives. There is essence to embark on shift 
of focus to study organisational culture in the 
public institutions as a major tenet to generate 
the expected outcome. In essence organizational 
culture can be employed as a framework for 
pursuing organisational change. The feasibility 
of embarking on this organisational change in 
the public institution becomes a major concern. 
Such concerns are addressed by Wilkins and 
Ouchi (1983) who pointed out that 
organisational culture is more amenable due to 
the alternative culture orientations members are 
exposed and such learning of culture occurs in 
the adulthood. Wilkins and Ouchi (1983) argued, 
organisational cultural change is difficult, but 
not impossible. Overwhelming evidence from 
both private and public sector organizations 
shows that organizational culture can indeed be 
changed. (Kotter1996, Rainey 1996). 
Power distance features posited by Hofstede in 
his cultural model has to be critically assessed to 
decipher it effects on the performance of public 
institutions in Ghana. Ghana's culture is 
considered as one with a very high power 
distance as revealed by Ansah (2015) on 
exploring Hofstede cultural dimension. 
Interestingly, there are plethora of researches 
that has reached consensus on impacts or effects 
of power distance on institutional performance.  
Power distance tends to influence employees 
participation in decision making, information 
sharing, and communication channel, determine 
extent of authority, power distribution between 
management and subordinates, job description or 
product or service specification and 
standardization. House et al. (2004) research 
established that low power distance encourages 
information gathering and sharing. However, 
Altayab (2007) also found a link between the 
high power distances with information gap. The 
research outcome indicated that the flow of 
information in an organization moves through 
hierarchical behaviors and practices. Employees 
or members tends to harbor a feeling of 
disconnection as they regard their presence in 
their corporation or organisation as seemingly 
less important in a high distance culture. 
Dissimilarly, employees or individuals make 
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every effort to balance the power distribution 
and protest in the events of sense of power 
inequalities in a low power distance (Hofstede, 
“National Culture”). Kathri (2009) discovered 
that in a high power distance culture there is less 
employee participation, jobs are narrowly and 
tightly specified, vertically downwards 
communication., unlimited power of managers 
and control over subordinates, no essence of top 
managers to justify their decisions to lower level 
employees or to the larger organisation which 
can results in an unethical behavior. Brenyah 
and Oboubisa Darko (2017) confirmed a 
significant but negative relationship between 
power culture and employee engagement. Gul et 
al (2018) contrary to their expectation, power 
distance does not moderate the relationship 
between person environment fit and job 
satisfaction. Brockner et al. (2001) found out 
that employee from large power distance 
cultures have less participation in their work 
processes than employees from low power 
distance. 
However, the implication are that managers 
should institute measures to moderate the effect 
of power distance on employees’ participation. 
At the individual level, employees in public 
institutions in Ghana are provided limited 
opportunity or discretion to participate or 
involve in strategic and operational decisions 
since decisions are made or emanate from the 
top level of the organizations or are put across 
by the government. There are therefore limited 
avenues for middle management and low level 
employees to make innovative decisions that 
will improve service delivery in the public 
institutions.  This gives credence to Brenyah and 
Oboubisa Darko (2017) whose study points out 
that power culture should be designed to reflect 
both top down interaction other than 
traditionally centralizing authority in the leaders. 
Moreover, high and low power distance 
orientation has a tendency to influence how 
employees behave in an organisation. . 
Zagenczyk et al (2015) argued that employees 
with high power distance orientations will be 
more likely to respond passively to 
psychological contract breach (loyalty and 
neglect), whereas employees with low power 
distance orientations will be more likely to 
exhibit active responses to psychological 
contract breach (exit and voice). In effect, this 
finding is a call on policy makers and 
stakeholders of public institutions to be critical 
on behaviors or reactions of employees. Passive 
reactions of employees on matters that bothers 
on their wellbeing could be rechanneled in other 
ways such as less supporting behavior that does 
not auger well for the public institutions. 
At the organisational level, it is essential to 
emphasise that local cultural values still play an 
important role in the culture of the public 
institutions. Absolute departure from existing 
culture is not required but insights into power 
distance effects and consideration for re-
modification should be prioritized. Moreover, it 
may be useful for organisations to adopt power 
distance culture dimensions or features for 
moderation in the Ghanaian context to promote a 
supporting working environment where both 
employees and top managers would be able to 
contribute in their full capacities. Clinging to the 
extremity of high power distance culture 
elements results in communication gap, 
information gap, performance gap, less 
innovativeness, limited accountability from 
managers which may hamper the progress of 
public institutions. McKenna (1998) points out 
that  managers in a high power distance cultures 
requires employees to engage their tasks as they 
expected and are not encourage to make any 
independent decision but to resort to managers to 
resolve any emerging issues. A new power 
distance moderating reform can engage 
employees to meaningfully participate in 
decision making on issues that bothers on good 
service delivery, product and service 
specification and that discourage a culture of 
over dependence on managers for solutions to 
routine decisions. 
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